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Abstract 
The aim of this study is to investigate the difference in the impact of demographic variables (age, gender and level of education)
on employees’ resistance to organizational change. The statistical population of this research includes the government 
organizations of Khorasan Razavi Province. Field method and a researcher-made questionnaire were used to collect data. The 
reliability of the mentioned questionnaire was calculated and confirmed by means of Cronbach’s Alpha (0.739) and the validity 
was confirmed through factor analysis and KMO index. The findings indicate that the mean of variables in two groups of men 
and women was equal (s!0.05), thus the variable of gender does not have a significant impact on employees’ resistance to change 
and its dimensions (cognitive, behavioral and affective). According to the results of correlation coefficient tests and variance and 
Duncan analysis, the age of employees has no impact on resistance to change and its dimensions i.e. cognitive, behavioral and 
affective (s!0.05). The results of variance analysis test on level of education impact on resistance to change indicate that the 
behavioral and affective dimensions of resistance to change have no relationship with the level of education. However, the level
of education has a relationship with the cognitive dimension of resistance to change at a significance level of 0.041 (lower than
0.05). According to the results of Duncan test, those employees who had BA and MA degrees, showed less cognitive resistance 
than other level of educations. 
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1. Introduction 
In today’s business, which is full of opportunities and threats, organizations inevitably make changes, including 
radical, continuous or small changes in order to adapt to the environment and improve their performance. 
Organizations are continually forced to change. Changes are inevitable and resistance to them is certain. Those 
people, who show resistance to changes, are afraid of the probable consequences of change such as disorder, 
complexity and bewilderment. The expenses and strain of issues have reinforced their fear and may weaken their 
valuable initiative (Firouzian, & Dehghan Niri, 2008). If there were no changes, managers’ jobs would be easy and 
there would be no problem with planning. Changing is an organizational reality and its managers’ responsibility to 
deal with them. According to experts, the current atmosphere of management is changeable. They believe that 
employees must easily adapt themselves to continuous revolutions and new changes. Despite the managers’ attempts 
to make changes in organizations, the recent investigations indicate that more than 75% of these attempts at 
organizational changes have ended in failure or have not achieved the desired goals (Stanleigh, 2008). 
    Investigating the government organizations in the country indicates that there is paralysis and stagnation in 
them, which has reduced their efficiency. In other words, stagnation and tedium have greatly reduced the efficiency 
of public and government organizations in Iran. Therefore, these organizations must change their plans, identify the 
obstacles to changes and present solutions to overcome them. There are three main reasons for the necessity of 
change in government organizations: being responsive to the present and future of the society, the need for inner 
changes to adapt to outer-organizational events and the tendency to planning for future development. In this regard, 
identifying the obstacles to the organizations’ changes is essential, because removing these obstacles will accelerate 
the plans of change. 
Accepting environmental changes by the organizations will lead to their pre-eminence and will guarantee their 
organizational survival. In addition, it has made the occurrence of organizational changes inevitable in order to be 
synchronized with environmental changes. Resistance to these changes is one of the issues, which is developed by 
the occurrence of organizational changes. Organizational changes are not accepted by the employees of the 
organization and provide resistance, because the conditions are going to be different from the current ones. 
    When organizational changes occur, human factors in the organization show different reactions. Individuals’ 
resistance to changes is one of the most important issues in organizations and enterprises, since individuals consider 
changes as a sort of threat and do not easily accept them. In fact, overcoming the resistance is one of the most 
difficult duties of managers. Individuals show different levels of resistance to organizational changes according to 
their demographic characteristics. 
2. Background of the Study 
There has been no research on this topic in the country so far. However, the results of a similar research, which 
was conducted in Islamic Azad University Izeh Branch, indicated that from the viewpoint of professors and staff of 
this university, paying attention to employees’ emotions, consulting with them, trusting them and giving them 
authority are effective in reducing their resistance to change (Ourak, & Darvishpour, 2010). According to another 
research, which explored the participative management and employees’ resistance to make changes in Physical 
Education Organization and Physical Education General Department of Ministry of Education, there is a significant 
relationship between participation in performance and resistance to change in these organizations. This relationship 
is inverse and negative, i.e. the more the employees participate in performing organizational affairs, the less they 
show resistance to change. The mean of resistance to change in Physical Education Organization was equal to 2.47 
and the mean of resistance to change in Physical Education General Department of Ministry of Education was equal 
to 2.49 (Asafi et al., 2010). The results of another study indicated that there is a negative and inverse relationship 
between participative management and resistance to change in female physical education teachers of Mashhad girl 
schools, i.e. the more the female teachers participate, the less they show resistance to change (Farahani et al., 2011). 
The findings of a research showed that there is a positive and significant relationship between organizational 
forgetting in terms of intentional forgetting and unconscious forgetting and resistance to change in General 
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Department of Cooperatives, Labour and Social Welfare (Salavati et al., 2014). In another research conducted with 
the aim of investigating the relationship between the perception of organizational policy and employees’ resistance 
to change, the mean of cognitive, affective and behavioral resistance was calculated 3.65, 3.69 and 3.39 respectively 
(Hadavinejad et al., 2010). Moreover, the results of a study indicated that there is a positive and significant 
relationship between the complexity of organizational structure and resistance to change. In other words, if the 
complexity of structure increases, resistance to change will increase too. Since high complexity is one of the 
characteristics of mechanistic structures, in non-organic structures, resistance to change increases significantly 
(Pakdel et al., 2014). 
3. Theoretical Foundations of Research 
3.1. A review of organizational change background 
Any organization is considered as a living creature and its ability to change and adapt to the environment 
guarantees its life, otherwise it is doomed to failure (Ourak, & Darvishpour, 2010). According to Toffler, creatively 
utilizing changes for leading them can protect us from the future shock and shape a bright future (Moayednia, 2006). 
    Nowadays the speed of change is greater than any other time in the history. Organizations and human societies 
must change according to the world’s changes not only for pre-eminence but also for their survival. The idea that 
“change is the only constant in life” has been proposed by Heraclitus in 500 BC (Gholami, 2006). During the Second 
World War, change was considered as an unstable phenomenon and a factor, which spoiled the perfect conditions. 
Based on this belief, experts considered the organizations as fairly stable places, which the wave of change disturbed 
their peace. This view has been reflected in Lewin’s model of change. Today unlike the aftermath of Second World 
War, change is considered as a continuous and stable phenomenon. Therefore, the organizations recognize change as 
an inseparable component of the organization and business in general (Stacy, 2006). Today, the organizations are 
attempting to stand against the gradual increase of economic, technological, social and environmental factors storms 
and increasingly adapt their employees to changes (Ben-Gal, & Tzafrir, 2011). 
3.2. Definition of organizational change 
Change is the defined as the process through which something becomes different. Fayol considers change as 
one of the fourteen principles of management (Aghaie Fishani, 1999). The process of change can be considered as 
the emergence of inefficiency in the current compatibility and the attempt to establish new one (Gholami, 2006). 
Generally, change describes movement of anything from one level to another one and change in organizations means 
that the activities of the organization become different from the current state. 
    Organizational change is considered as an intentional change design in the official structure of the organization, 
systems, processes or product market, which is attempting to improve the achievement of one or more organizational 
goals (Lines, 2005). Change in the organization is the process of transformation which occurs in behavior, structures, 
policies, intentions or the output of organizational units (Hanson, 1986). Organizational change is defined as 
presenting a thoughtful design for the organization in order to perform restructuring, apply a new policy and 
determine a new goal to change the operating philosophy, atmosphere, work conditions or management style 
(Thomas, & Bennis, 1972). 
3.3. Resistance to organizational change 
Today the technology and software have enabled the organizations to gain a competitive advantage over the 
competitors and improve their internal activities, the flow of information and their relationship with the outside. 
Although these technologies bring a great benefit for organizations, this process does not seem equal to all the 
participants and results in resistance to change. Employees’ resistance to change is one of the factors that can often 
be the result of innovations failure. This must be considered at the beginning of the process of change. It must also 
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be noticed that resistance to change may occur at all levels of this process and may have different motivations 
(Martinez, & Perez, 2012). 
    It is over 60 years since resistance to change has been studied in theoretical literature of organizational studies 
(Hadavinejad et al., 2010). The first published study on resistance to change in the organization was conducted by 
Coch and French in 1948 under the title of “Overcoming resistance to change”. In 1940s, Kurt Lewin, the social 
psychologists, presented the concept of managing and removing resistance to changes existing in the organizations 
for the first time. His early work emphasized on the elements of individual behavior that must be mentioned to bring 
about strong organizational changes (Bolognese, 2002). 
    Change is problematic and threatening, thus individuals tend to remain in their earlier state. Generally, those 
people who attempt to support their independence, show resistance to individuals who control their activities. If the 
employees feel that they have no power to affect the future of the organization, they will show greater reaction to 
change (Mariotti, 1998). Resistance is an inevitable reaction to change. Naturally, people attack on the change to 
defeat their previous state, especially when they feel that their safety or state is in danger. Folger and Skarlicki (as 
cited in Bolognese, 2002) declared that organizational change can lead to developing skepticism and resistance in 
employees which can sometimes be hard or unsustainable to apply organizational improvements. Resistance is often 
regarded as an unavoidable reality and managers face it when they attempt to make changes to the organization 
(Piderit, 2000). Resistance to change is an absolutly natural and actual reaction. It is considered as an organizational 
concept, a reasonable fear and a necessary and inseparable component of survival mechanism (Warrilow, 2010). 
Since change is accompanied with uncertainty, it affects the stability and safety of employees and managers who are 
exposed to change. Therefore, it is obvious that at least the first experience of change for employees of organizations 
(public and private) will not be easy and resistance to change will be natural Khorasani Toroghi, 2013). 
    One of the biggest obstacles to successfully implement organizational changes is resistance to them, which is 
often considered as an automatic expectation or response from employees and managers need to overcome this 
resistance. Resistance to change can be considered as a tool to deal with the existing condition or a method to 
promote the change which seems necessary. Generally, employees’ cooperation is related to attempts of 
organizational change which lead to change plan’s failure or success (Hendrickson, & Gray, 2012). 
3.4. The dimensions of resistance to change 
When people encounter change in some aspects of their life, they show reaction at different levels: cognitive, 
affective and behavioral levels (Smollan, 2006). In other words, resistance to change is a combination of cognitive, 
affective or emotional and behavioral or intentional components (Bouckenooghe, 2010). A general review of the 
studies of this field shows that resistance is a three dimensional phenomenon: behavioral, affective and cognitive. In 
behavioral dimension, forces of resistance are against forces of applying change. The affective dimension points to 
employees’ failure due to the deterioration of existing situation, fear of probable loss and a vague future. The 
cognitive dimension means how change is perceived by the employees that they are reluctant to perform it 
(Hadavinejad et al., 2010). These dimensions are described as following: 
3.4.1. Behavioral (intentional) resistance 
Lewin in his field theory considers resistance as behavior derived from forces of resistance against forces of 
applying change. In his opinion, if the forces of applying change cannot reduce the forces of resistance, the way will 
not be paved for change. According to Coch and French, resistance is a behavioral variable and has two poles. 
Employees show two types of behavior: positive behavior (free from resistance) and negative behavior (full of 
resistance). Zander is one of the experts who has acknowledged the behavioral dimension of resistance to change. He 
believes that resistance to change can sometimes be found in the form of political behavior (Hadavinejad et al., 
2010). Organizational studies indicate that although the process of change and the result of change have impact on 
person’s behavior, most probably the process dimensions influence the person’s behavioral reactions. In other words, 
although the results and processes have impact on employees’ feelings and thoughts on change, the process (not 
results) most probably influences employees’ behavior (Makri, 2011). Behavioral reactions are the results of 
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cognitive and emotional responses and are modified by a number of variables which some of them are latent in 
employees, some of them are latent in managers of change and some are latent in the organization (Smollan, 2006). 
3.4.2. Affective (emotional) resistance 
One of the powerful components and personality characteristics of resistance to change is the individuals’ 
emotional reaction to change. In Oregon’s study on individuals’ reaction to transposition of office, their emotional 
reaction was the greatest factor of resistance to change (Makri, 2011). Employees’ emotional resistance occurs due 
to uncertainty and losing control on affairs (Piderit, 2000). Emotions are the immediate responses to environmental 
simulators which are considered important for the person and are often short-term. Since change is often a stimulus 
event, analyzing its emotional effects is of great importance (Smollan, 2006). 
    According to Kanter, employees’ affective resistance occurs due to uncertainty and losing control on affairs. 
Gersick considers fear of uncertainty and stress of loss caused by change as the reasons of affective resistance to 
change. Cashman has the same opinion and considers resistance to change as the defense against the fear of loss. 
According to this expert, if humans feel that change will lead to demise of their assets and current states, they will 
limit their abilities because the future is vague (Hadavinejad et al., 2010). 
3.4.3. Cognitive resistance 
Cognition is the process of thought that the individual first becomes aware of stimulators, evaluates the 
importance of stimulators and then presents the possible behavioral response (Smollan, 2006). Cognitive resistance 
to change occurs when the individual, under the influence of his schema, interprets the change in a way that becomes 
reluctant to implement it. Watson believes that resistance is often considered as reluctance and unwillingness. 
Furthermore, Bartlem and Locke, in an interpretation on Coch and French’s study, claimed that employees’ 
cooperation may have cognitive impacts on their resistance to change (Hadavinejad et al., 2010). Uncertainty is the 
inability to predict the value of conflict with other person. When the members of the organization are uncertain about 
the factors of change or conflict with others, strategic initiative is doomed to failure and employees often distrust the 
management in the period of change (Salem, 2011). 
4. Statistical population, sample size and Data collection tool 
  The statistical population of this study includes the government organizations of Khorasan Razavi Province 
(90974 employees). Cochran Formula was conducted to determine the sample size. The statistical sample size was 
estimated at 384 individuals and two stage cluster sampling was used as the sampling method. In the first stage, the 
cities of Khorasan Razavi Province (26 cities) were described as the first cluster and three cities were selected 
randomly. Then the government organizations were described as the next cluster and 30 organizations (among 89 
government organizations of Khorasan Razavi) were selected randomly. Afterwards, from among the organizations 
which were selected in the second stage of clustering, a number of official employees at different organizational 
levels were randomly selected to fill in the questionnaires. In order to homogenize the sample, 29 province chief 
managers filled in the questionnaires as well.
The data collection tool of this research is a researcher-made questionnaire which was designed after studying the 
theoretical and scientific foundations of the research and based on existing standard questionnaires and was finalized 
after several stages of distribution and review. Due to the high correlation of attitude results of Likert Scale in 
comparison to other scales, the five-point Likert Scale (from strongly agree to strongly disagree) was used for 
measuring the variables. 550 questionnaires were distributed among the members of statistical sample, which 454 of 
them were collected and 416 questionnaires contain valid data. 
5. Validity and reliability tests 
Validity means how much the method or tool can accurately measure the desired characteristic. There are some 
methods that through them the researcher can determine the appropriateness of data for factor analysis. KMO 
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coefficient is one these methods which takes value between 0 and 1. KMO value for the questionnaire of this 
research is equal to 0.719. In order to make sure that data is appropriate for factor analysis, Bartlett Test must be 
conducted (Zare Chahouki, 2010). K2 value in this questionnaire is equal to 495.68 at 55 degrees of freedom and 
significance level is lower than 0.05. 
.                                 
Factor analysis test was conducted to identify the questions with the highest impact and the questions with the 
lowest impact. Factor loading introduces the correlation of variable or factor (Hooman, 2014). Factor loading takes 
value between 0 and 1. If factor loading is less than 0.3, the relationship is weak and it is ignored. Factor loading 
between 0.3 and 0.6 is acceptable and if it is greater than 0.6, it is highly appropriate (Habibi, & Javaheri, 2012). In 
this questionnaire, the factor loading of all the questions is greater than 0.3 which is acceptable. Moreover, the 
questions can determine their structure. 
Table 1: factor analysis test 
Variable         question Factor loading Variable question Factor loading 
Affective dimension of 
resistance to change 
1 0.502 
Behavioral dimension 
of resistance to change 
8 0.524 
2 0.689 9 0.395 
3 0.700 10 0.616 
4 0.578 11 0.493 
Cognitive dimension of 




Most test developers and researchers are satisfied with reliability of 0.9 or more, but they are not satisfied with 
reliability less than 0.7 (Biabangard, 2010). The Cronbach’s Alpha for the questions of this research is equal to 0.739 
and greater than 0.7, thus the reliability of this questionnaire is confirmed. 
6. Results 
6.1. Descriptive analysis of demographic variables 
According to the questionnaires, men include the highest percentage of sample (59.3%) and individuals who have 
BA degree include the highest percentage of sample (42.2%). Moreover, the participants are between 20 to 54 years 
old and their mean age is 37 years old. 
6.2. The results of data inferential analysis 
Hypothesis 1: Gender has a significant impact on employees’ resistance to organizational change. In order to 
compare the mean of a variable in two independent groups, Student’s t-test is useed and in confidence level of 95%, 
the p-value for variables was compared with 0.05. The result is greater than the coefficient error (0.05), thus the 
hypothesis of two groups’ inequality is rejected. Since the confidence interval is zero, the mean of variables in 
groups of men and women is equal. 
Hypothesis 2: Level of education has a significant impact on employees’ resistance to organizational change. In 
order to compare the mean of a variable in several independent groups, test analysis of variance and Duncan test are 
conducted. According to test analysis of variance, in confidence level of 95%, the p-value for variables was 
compared with 0.05. It was found that p-value in all the indexes except for cognitive resistance (0.041) is greater 
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than the coefficient error (0.05). For more certainty, Duncan test was conducted. This test categorizes employees’ 
resistance to change and affective, cognitive and behavioral dimensions of resistance to change into one group. 
However, it categorized cognitive resistance to change into two groups, which the group of bachelor and master has 
lower mean. 
Hypothesis 3: Age has a significant impact on employees’ resistance to organizational change. Therefore, in order 
to investigate the correlation, correlation coefficient has been conducted. Individuals are categorized into four age 
groups and test analysis of variance and Duncan test are used for more certainty. For more certainty, the individuals 
were categorized into four groups, including under 30, 30 to 40, 40 to 50 and over 50 years old and test analysis of 
variance and Duncan test were used. In variance test with confidence level of 95%, the p-value for the variables was 
compared with 0.05 and in all the indexes it was greater than the coefficient error (0.05). Duncan test categorizes 
employees’ resistance to change and affective, cognitive and behavioral dimensions of resistance to change into one 
group. 
7. Conclusion 
Since identifying the existing obstacles to the organizations’ change is necessary and removing employees’ 
resistance to change as the most primary factor in the success or failure of organizational change is an important fact. 
The aim of this study was to investigate the difference in the impact of demographic variables, including age, gender 
and level of education on employees’ resistance to organizational change. According to the results of Student’s t-
test, the mean of variables in the groups of men and women is equal and there is no difference, thus gender has no 
significant impact on employees’ resistance to change.  Investigating the results of correlation test indicated that 
since the significance level is greater than the confidence level (0.05), there is no correlation between the variables 
of age and resistance to change. In the following activity, the individuals were categorized into four groups, 
including under 30, 30 to 40, 40 to 50 and over 50 years old. The results of test analysis of variance indicate that the 
significance level is greater than the confidence level, thus these four groups are the same. According to the results 
of Duncan test, there is no difference between these four groups, thus employees’ age has no significance impact on 
their resistance to change. 
According to the results of test analysis of variance for the variables of level of education and resistance to 
change, the significance level of cognitive resistance is less than 0.05, thus there must be a relationship between 
these two variables.  After conducting Duncan test, the participants are divided into two groups: the first group 
which has associate, diploma or lower degrees and shows more cognitive resistance to change and the second group 
which has bachelor and master degrees and shows less cognitive resistance to change. Therefore, level of education 
has a significant impact on cognitive dimension of employees’ resistance to change. As a result, employees who 
have bachelor and master degrees, show less cognitive resistance than employees who have lower education. In 
other words, employees who have bachelor and master degrees have a more positive image of change and are more 
ready to implement changes. These people understand the necessity of implementing organizational changes, have 
more tendencies to changes, do not consider changes against their benefits and show less resistance to change. 
When the employees of an organization are more knowledgeable, they accept the changes more willingly. 
Therefore, promoting the level of organizational knowledge and awareness in implementing organizational changes 
will increase the employees’ information about the plan of change and paly an effective role in reducing resistance to 
organizational change. Therefore, it is recommended that the managers of government and private organizations 
must provide the grounds for implementing changes through presenting necessary information for employees before 
implementing changes in the organization, so that their resistance to change will be reduced as far as posssible. 
References 
Aghaie Fishani, T. (1999). Creativity and innovation in humans and organizations. Tehran, Iran: Termeh Publication. 
446   Abbas Pakdel /  Procedia - Social and Behavioral Sciences  230 ( 2016 )  439 – 446 
Asafi, A., Hamidi, M., Jalali Farahani, M., &Dehghan Ghahfarokhi, A. (2010). An investigation of participative management and employees’ 
resistance to change in Physical Education Organization and Physical Education General Department of Ministry of Education. Journal of 
Sport Management, 3, 5–26. 
Ben-Gal, H. C., & Tzafrir, S. (2011). Consultant-client relationship: One of the secrets to effective organizational change? Journal of 
Organizational Change Management, 24(5), 662–679. 
Biabangard, E. (2010). Research methodology in psychology and educational sciences. Tehran, Iran: Doran Publications. 
Bolognese, A. F. (2002). Employees resistance to organizational change. Retrieved from 
http://www.newfoundations.com/orgtheory/bolognese721.html. 
Bouckenooghe, D. (2010). Positioning change recipients’ attitudes toward change in the organizational change literature. Journal of Applied 
Behavioral Science, 46(4), 500–531. 
Farahani, A., Asadi, H., & Aghajani, A. (2011). The relationship between participative management and resistance of physical education teachers 
to change. Journal of Sport Management, 2 (7).
Firouzian, M., & Dehghan Niri, M. (2008). The factors of employees’ resistance to organizational improvement (revolution) plans. Journal of 
Management,  123.
Gholami, M. (2006). The leadership of change. Tadbir Magazine, 18(169). 
Habibi, A., & Javaheri, M. (2012). Practical training of LISREL. Retrieved from http://parsmodir.com/db/research/sem.php. 
Hadavinejad, M., Khaef Elahi, A., & Alizadeh Sani, M. (2010). Managers’ policy adoption, employees’ political perception and resistance to 
change. Iranian Journal of Management Sciences, 4(16), 119–137. 
Hanson, E. M. (1986). Educational administration and organizational behavior (M. Naeli, Trans.). Ahvaz, Iran: Publication of Shahid Chamran 
University. 
Hendrickson, S., &  Gray, E. J. (2012).  Legitimizing resistance to organizational change: A social work social justice perspective. International 
Journal of Humanities and Social Science, 2(5), 50. 
Hooman, H. (2014). Research methodology in behavioral sciences. Tehran, Iran: SAMT Publication. 
Khorasani Toroghi, H. (2013). The obstacles of change in government organizations. Retrieved from http://system.parsiblog.com/posts/1102/. 
Lines, R. (2005). The structure and function of attitudes toward organizational change. Human Resource Development Review, 4(1), 8–32. 
Makri, A. (2011). An investigation of the literature on organizational resistance to change. Retrieved from 
http://www.Bmiblog.ir/bmi_news/2011/12/post-2.html.  
Mariotti, J. (1998). 10 steps to positive change. Industry Week, 247(14), 82. 
Martinez, J. V. B., & Perez, F. M. (2012). Overcoming resistance to change in business innovation processes. International Journal of 
Engineering and Technology, 4(3), 148–161. 
Moayednia, F. (2006). Leadership management and revolution. Tadbir Magazine, 17(167). 
Ourak, J., & Darvishpour, I. (2010). Strategies for reducing employees’ resistance to change from the viewpoint of professors and staff of Islamic 
Azad University. Quarterly Journal of Training and Evaluation, 2(8), 149–167. 
Pakdel, A., Danaie, H., & Motefakker, H. (2014). An investigation of the relationship between employees’ resistance to change and the 
dimensions of organizational structures in government organizations of Khorasan Razavi. The Sixth International Conference on 
Management, Entrepreneurship and Economic Development. Ghom, Iran. 
Piderit, S. K. (2000). Rethinking resistance and recognizing ambivalence: A multidimensional view of attitudes toward organizational change. 
The Academy of Management Review, 25(4), 783–794. 
Salavati, A., Baghbanian, M., & Zandi, R. (2014). Organizational forgetting and resistance to change. Journal of Management Studies in 
Development and Evolution, 22(72), 49–73. 
Salem, P. (2011). The seven communication reasons organizations do not change. Retrieved from 
http://www.academia.edu/275499/the_seven_communication_reasons_organizations_do_not_change. 
Smollan, R. K. (2006). Minds, hearts and deeds: Cognitive, affective and behavioral responses to change. Journal of Change Management, 6(2),
143–158. 
Stacy, R. D. (2006). Strategic thinking and the management of change (M. Jafari & M. Kazemi, Trans.). Tehran, Iran: Rasa publication. 
Stanleigh, M. (2008). Effecting successful change management Initiatives. Industrial and Commercial Training, 40(1), 34–37. 
Thomas, J. M. & Bennis, W. G. (1972). The management of Change and Conflict. UK: Penguin. 
Warrilow, S. (2010). Dealing with resistance to change: The best change management approach. Retrieved form http://www.stephen-
warrilow.com/2010/08/dealing-with-resistance-to-change-best.html. 
Zare Chahouki, M. (2010). Methods of multivariable analysis. Tehran, Iran: University of Tehran Press. 
